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Barratt Developments PLC 
Gender Pay Gap Report 2017
At Barratt we are committed to becoming a more diverse and inclusive company.  
We know that a diverse team means a stronger, more dynamic business, is better for our customers, 
and makes us a more attractive employer.

A key part of that commitment is ensuring that we create an environment where people with different 
backgrounds, beliefs, lifestyles and skills are comfortable and can thrive. We want everyone in our 
company to feel like they belong here, can be themselves and know their voice will be heard. 

We welcome the requirement to be more transparent on pay. While we are confident that we have 
equal pay at Barratt we recognise that we have a gender pay gap which needs addressing. 

Construction has traditionally been an industry with a majority male workforce and in our business 
70% of the workforce is male. This means that there are fewer women across the whole business 
and there are also fewer women in senior management positions which is the major factor in our 
gender pay gap.

We are committed to improving the male/female ratio across our business and increasing the number 
of women in senior management positions, and we have an action plan in place to achieve this.

We will continue to work hard to close our gender pay gap and ensure that we build a diverse, 
inclusive and attractive working environment.

Declaration:

I confirm that the information and data provided in this report is accurate and in line with the UK 
Government’s Equality Act 2010 (Gender Pay Gap Information) Regulations 2017. 

 
 

David Thomas 

CEO Barratt Developments PLC
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1. � www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/ 
annualsurveyofhoursandearningsashegenderpaygaptables

What is the Gender Pay Gap?
The gender pay gap is not about equal pay. Equal pay is ensuring that men and women doing the 
same job are paid the same. We recognise the importance of equal pay for equal work at Barratt  
and we regularly carry out in-depth analysis of our pay and policies as a result.

The gender pay gap is the difference in the average pay and bonuses between all men and all women 
across our business. 

The mean pay gap is the difference in the average hourly pay for women compared to men.  
The median pay gap represents the difference in hourly pay between the middle point of the  
female population of our business and the middle point of the male population of our business.

The same figures are recorded for bonus pay – the gender bonus gap – and for the proportion 
of male and female employees receiving a bonus. 

Across UK businesses the mean gender pay gap is 17.4%.1 

The gender pay gap legislation requires all companies with more than 250 employees to report 
their data. We have two separate employing entities covered by this legislation, BDW Trading which 
represents 92% of our workforce, and Barratt Developments PLC which is our Group Support and 
Head Office function representing 5% of our workforce. The remaining 3% of our workforce operate 
in other entities not covered by the legislation, for example Barratt Residential Asset Management. 

We have focused initially on the figures which cover all 100% of our employees under the umbrella 
Barratt Developments UK, on page five we have provided detail on the separate employing entities.

All figures in this report relate to a snapshot of our business at 5th April 2017 for the pay gap and in  
the 12 months prior to that date for the bonus gap. 

“One of our key business priorities is investing in our people. 
We are attracting and retaining the best people by investing 

in their development and success, and creating a great 
place to work, founded on an open and honest culture that 

embraces diversity and inclusion.”
Rob Tansey, HR Director

Learn more at www.barrattdevelopments.co.uk

https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/annualsurveyofhoursandearningsashegenderpaygaptables
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/earningsandworkinghours/datasets/annualsurveyofhoursandearningsashegenderpaygaptables
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Barratt Developments UK

Mean Median

Gender Pay Gap 1.3% 1.6%

Gender Bonus Gap 39.7% -6.2%

Proportion of employees receiving a bonus

Male: Female:

86.9%71.9%

Proportion of male and female employees in each pay quartile

Pay Quartile Male Female

Quartile 1 – Upper 65% 35%

Quartile 2 – Upper Middle 76.5% 23.5%

Quartile 3 – Lower Middle 77.6% 22.4%

Quartile 4 – Lower 65% 35%

What does our gender pay gap mean?
At the snapshot date in April 2017, we had 6,044 relevant full pay employees across the UK who were 
used to calculate our gender pay gap. Our workforce across all levels is 70% male and 30% female. 

Our mean pay gap at 1.3% and our median pay gap at 1.6% are low compared to the gender pay gap 
across the UK. While the most senior roles within the upper quartile are predominately held by men, 
their effect on the gender pay gap is reduced because male employees on our sites make up some of 
the most junior employees within the lower quartile. 

Our mean bonus gap at 39.7% reflects the fact we have a higher proportion of men in more senior 
roles, where bonus payments make up a larger part of remuneration. 

The negative median bonus gap primarily exists because our sales team (which has a high proportion 
of female employees) has pay structures which include a significant bonus percentage whereas 
our site based build team (which has a high proportion of male employees) has a pay structure that 
includes a lower bonus percentage.
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What are we doing?
We are confident that our pay and bonus gaps are based on the distribution of men and women 
across the different levels of our business and not because of our pay policies. It is by tackling that 
distribution and increasing the number of women in our business that we can further close our 
gender pay gap. 

We are committed to the FTSE 100 30% Club targets of a minimum of 30% women on our board and 
currently sit 13th in the Hampton-Alexander Review of FTSE 100 Women on Boards and in Leadership.

Our internal Diversity and Inclusion Team, supported by an employee advisory forum, is working to 
deliver our Action Plan.

That plan is currently focused on reviewing and improving our policies, communicating the actions we 
are taking and the results we are seeing, and rolling out training across the business to make sure all 
employees understand what we are doing and why.

Most recently, we improved our maternity, paternity and flexible working policies to make them more 
family-friendly and inclusive. Returners from maternity leave have increased from 46% in 2014-15 to 
60% in 2016-17 and we want to continue to improve in this key area.

In 2018 we are launching a new career development programme for female employees including a 
mentoring scheme.

We are introducing a working mums’ recruitment campaign. We are also continuing our work with 
Built by Both an industry-wide initiative launched by our graduate intake in 2016 and designed to help 
promote and encourage young women into roles within the house building industry.

Our two employing entities
While we provide the total figures for our entire business as set out above, we are required to 
provide a breakdown for any separate employing entities within our business which employ more 
than 250 people. 

Our two employing entities on the snapshot date in April 2017 were BDW Trading Ltd, which consisted 
of 5,584 employees across the UK, and Barratt Developments PLC which consisted of 308 employees.2 

BDW Trading covers the vast majority of our workforce and shows a negative gender pay gap, i.e. 
female employees have higher mean and median pay than their male counterparts. This negative pay 
gap is a reflection of the predominantly male, lower paid employees on our sites across the country.

Our mean bonus gap reflects the fact that within BDW Trading we have a higher proportion of men in 
more senior roles, where bonus payments make up a larger part of remuneration.

Barratt Developments PLC consists of the Group Support functions including our head office and the 
Group Executive Directors. As the pay quartile figures show, the upper and upper middle quartiles 
are more than 70% male. This is reflected in very high pay and bonus gaps in this employing entity. 
These figures illustrate the work we have to do to increase the number of women in senior roles in our 
company – a key area of focus for us.

2. � The number of employees in these two employing entities total 5,892 relevant full pay employees. The remaining 152 employees which make 
up the relevant full pay 6,044 employees taken from the snapshot date in April 2017 and used to calculate our gender pay gap in our entire 
business work in other entities not covered by the legislation, for example Barratt Residential Asset Management. All 6,044 relevant full pay 
employees are covered in our overall figures under the umbrella Barratt Developments UK.
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BDW Trading Ltd

Mean Median

Gender Pay Gap -3.5% -0.8%

Gender Bonus Gap 15.6% -18.9%

Proportion of employees receiving a bonus

Male: Female:

88.5%73.3%

Proportion of male and female employees in each pay quartile

Pay Quartile Male Female

Quartile 1 – Upper 64% 36%

Quartile 2 – Upper Middle 79% 21%

Quartile 3 – Lower Middle 78% 22%

Quartile 4 – Lower 66% 34%

Barratt Developments PLC

Mean Median

Gender Pay Gap 51.5% 34.2%

Gender Bonus Gap 94.6% 62.5%

Proportion of employees receiving a bonus

Male: Female:

85.7%82.5%

Proportion of male and female employees in each pay quartile

Pay Quartile Male Female

Quartile 1 – Upper 78% 22%

Quartile 2 – Upper Middle 70% 30%

Quartile 3 – Lower Middle 58% 42%

Quartile 4 – Lower 39% 61%
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